EDUCATION OF LAW ENFORCEMENT OFFICERS IN TEXAS
EY
LANA EIGGERSTAFF
PREPARED FOR
THE GRADUATE MANAGEﬂENT INSTITUTE

TEXAS COMMISSION ON LAW ENFORCEMENT
OFFICER STANDARDS AND EDUCATION

JUHLY 1590




TaklE OF CONTENTS

AEENOWEEDBEMERTS 4w v & wesecin & 5 s acse 8 o soacmirs & araee wwwwn o wa

PARLE OF GOMTERNTS o0 ¢ v e v o @i & 5 salviin s & vaiiins 3 2 cateiins o

IMNTRODUCTIONM. o v ommn = o v umn P I

BADIC LAW ENFORCEMENT TRATIMIMG

I EARLY TRAINMING EFFORTS. s v uws v vennanansunsusens

Tli: CURRENT TR&INING [SSUES. & cheis 5 v sias & & svas P ow oo

ITT. EDUCATIONAL IS8SUES. . vrwwena e gt NN o

IV,  TRAINING FOR TEXAS PEACE OFFICERG. e wcnsnuwas

V. TRAINING THE TRAINERS. .. vuuwcevnevnnnwnansanaunns

VI. PROBLEMS IN TEXAS BASIC TRAINIMNG. ... cewevannana
IN-SERVICE LalW ENMFUORCEMENT TRAINMING

B GENERAL IM-5ERVICE TRAINING. ..vceiinrancevncnsans

IT. TEXAD IN-SERMICE TRABININGwaanes s e mens ¢ samvs v 5 s

TNEERNVIEWN BESLIE TS0 o o ajemmms  saeaien » W E M M e M e e s M e AN EE R e

FPROPOSED ENHANCED TRAINING METHODS

Ia THaIMINMG STANDARDS duwwww s v e win 3 » swmds o w o oo }

Ile MOMITORING TRAIMIMB. o6 @ swveh s daildme v saidhns s ams

FEE. NMEW TRALMEING CONCEPTES ey » nmnsnmn o v s 2 5 smsss s o 5 e

IY. TRAINMIMG FOR TRAINERG. . s wswwnasuvnsunonnnnwnns .

V. RECOMMEMDAT EOMNS. & & coeams v o i & & ceiivi 5 & s a Pew o

VIo MAIJOR GOALS FOR LalW ENFORCEMENT. .. ... R o

EIBL EOGRAPHY . « vwomonm b RN A B WA (R RS e AR W bw e w o onua

INMTERMIEWS & « s & vasie SR REETAE W R SN E amE D SR “w o

v

et

Bl

el

wit

8

¢ G

14

15

1

i



ACKNOWLEDGEMENTS

There wers many pervsons instramsental Lo helping make
this paper possible. Tix  each of the law enforcemsnt

administrators who  gracicusly agresed bto be intervisewed, the
various TCLEOSE employees who put up with my marny questions
arnd telephons calls,  to omy family that kept things going in
my absence, arnd my  emplovers that encouraged me forward in

mvary wrdertaking, I can  only say thank you for your bimes,

indulgence, and patience in making this paper possible.



INTRODUETTON

Although the State of Texas has made tremendous strides
in the area of education of officers over the past 20 vears,

there arve still areas  of concern that have not been

addressed. These areas of concern  are the focous of this
paper . 4 brief review of the process of education to date,

as will  as cwrrent  changes being made arve included to gilve

the overall picture of training as it is now known.

The purposs of this paper is to provide inpat from the

field personnel about  the educational process in law
enforcement. Included are sugagest iong for  enhancing
training objectives, arc methods e achieve those
cify jectives., Both  basic training and if-service law

enforcement training reguirements are addressed.



BASIC LAW ENFORCEMENT TRAIMING

EARLY TRAINING EFFORTS

Maintaining order and social control of the masses in a
free society  has evolved from internal religious and family
controls to control by outeide agencies. The most common of
these agencies has besn various types of law enforcsment.
Althouwgh family and religious controls are  governed by an
informal  set of rules within those structures, social
contraol by the police has no set of informal, and at times,

o set of formal vuales,

Im the early vears of policing, the ranmk and file was

based on military structure, and control by those with money

and power. During the sarly 19th century, the political
patronage and control dictated the tyvpes of enforcement that

oeourred and who did or did not go o jail for law breaking.
C el )., A socilety  became  more  diversified, and
policing became move demanding, the need for training, other
than strictly military, becams apparent. During the 1940%'s
and 19%0’%, the organization of police training advanced,

but again, mainly in cvimse fighting rather than public

service roles. (Bains)

Although the necessity for competent training emerged

move and maore, by 1965, only 20 colleges offered criminal
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justice training. During the period of 1940-1365, the role

cof formal academiess arose. In the 27 vears since, almast
all =mtates have  colleges that offer this  ftraining.

CWaldrond

The main themes that emevged during these years of
progression were  two-fold. The first was the fact that in

order to be able to better train the police, administration

needed T stay out of politics, and  officers needed
education in  the area of ethics. (Samaha) Having political
pressuras often Tacl b budget  oubts  in the area of

educaticonal funds, and ethics were never a required part of

the basic police btrainicog curriculum.

Even after some states adopted strict training
guidel ines, many recruits would  complete the training, be
placed in a patrol car with a training officer only to be
told by that officer to forget everything he/she had learned
irn the’ academy, bhecause the training officer would tell
fiim/hey everything he/she nesded  to know  about the "real
wor ld' . (Sennal Simce many, if not most, of the new
recrultes were influenced by theiry training officers, and
older officers, this led to further conflict of  "book

learning' vs., "street smarbtas",



During this time of transition, although some sbates
made progress  in adopting training regulations, the entry
level sducational rveguiremsnts were still based only on a
Figh school diploma.  Only about 10X of agencies nation wide
vaeguired oollege Frosny s, and that e has rek

significantly changed. el Lyl

CURRENT TRAINING IS5SUES

A significant problem that police face is that although
officers may receive adeqguate initial training, the role
conflicte they face daily are often hard to train for. By
the time training guidelinses are in place, changes  in
society demand different things than those the officer was

trained to handle. CGalliner)

After the "rookie" is placed in a patrol vehicle alone,

biea S she s expected Lo pey form the clud s e gLl L v esdd
competently. Although he/she may no longer have a btraining

partner, the other officers o the same shift will often
intervene and tell the rookie to forget everything in the
sks, and let them tell you how it really is on the strest.
This may serve to further confuse the new officer as this is

the same attitude the training officer exhibited. CRoberg



=
oo |

Many times, attempts to professionalize departments and

implement new training procedures came only after scandals

and  law suits awarding large damages wiare  lost by
departments. The real issues seemed to be the same ones of

the pasty training versdas rules and regulations. Proaponents

cf professionalism  felt  that professiconalism came  with
etter training and  education, and even though  the

diszsenters might agree, money was usually not allocated for

education in department. CInciardi)

& different perspective during this "push" for
education  was SEEEN LN the smal lar agencies. The

administrators (if  they could be considered that) stated
that in  rural areas, edocation from books was UNN@oessary,
but more important was the education on "who! you knew. If
v knew who to get  along with  in these small  areas,

everything would be okay, no matter how uneducated you were.

Im the United States today, with the possible exceptiaon
of the State Police forces and Federal agencies, most
departments still will accept a high school diploma, or even
a GED, asz an acceptable entry level of education for
cfficers. (Coxd  Texas, being a southwestern state, has been
one of the states slow to change and accept the concept that

gducation was compatible with action and physical skill.
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Fvern  though we now have in place  the entry  level

training guidelines, many officers complain of & similar

problem. They are trained to shoot guns and make arrvests,
but have no "social  work" background. They are hbypically

having to  deal with situations that they were never trained

o deal with. (Coled

Another common complaint about basic training is that
the ewpesctations of the job may be taught, but the practice
iz very different. (Barlow) Academics may also at times
teach officers the "us"  against "them" theory. This often
encourages the officer to  overlook the fact that he/she is

also a member of  "them” as sach person s an integral part

of society.

In basic training, the focus is often on use of force,
wEapor use,  and arvests. A real  enhancemsnt to any law
enforcement training program is the role of the officer az a
community relations service person. (Coffey) This community
relations rale helps blend the officer with the community
and may lend to better relaticons between the law enforcement

profession and the public.



Throughout the process of becoming a very diversifiled
society, emerging rvoles of members of  that society have
regquired that an officer be ready to deal with & wide range
of ethnic  or vacially different persons. CBartollas) Im
many cases, @liminating past racial and brutality complaints
comes only  through better training and education of  the

pol o,

Professionalization of the police reguives that there
by Gt ' b jectives, lengthy traiming, demand Fazy
trustworthiness, and a higher goal for altruistic purposes.
This may be better achieved through divect links to pay.
Chheley) Some incentives can be provided through payment

for different levels of cervtification or educaticon achieved.

EDUCATIONAL ISSUES

Im departments that reguire some level of college,
assessing the college trained officers may be hard  to
measure because standards  to measure effectivensss  are
cpposite o result expectations of the officer. CTerrital
Social work aﬁﬁ law enforcement may be combined and a
coxl lege education may provide that officer with & different
social perspective  that those officers that have no sooial

work training.



Levels of education may also be directly linked to the
size of departments. All State Police agencies, and almost
all  local  agencies Wwith morve that 133 o move SwWorn

pEresonnel reguive high school plus some  level of college.

(Reid) Most smaller departments do not,

In Texas, the basic entry level police officer recrult
is ostill ot regquired  to have  any college training.  Only

departmental requirements may encourvage the recruit to seek

this training. CTOLEQSED S recruit  leaving a 400 hoor
basic training academy who has no college  hours  may
e barved from applying with & department that does have

college regquirements.

TRAINIMG FOR TEXAS PEACE OFFICERS

The basic peace officer curviculuwn  for  Texas 1s
comprehensive but often repetitive in some areas while i1t
totally overlooks  other areas.  Although there is no formal
et mf' Fowy adopticons to most parts of the ftraining manual,
it is made sxwbtremely clear that the firing rangse should take
at least 104 to  12% of the entire training sequence. The
problem with  that is  the diversity of the clientele. Gome
recruits have rarely handled a weapon while others have a

military background and are wvery proficient with a weapon.

The firing range master obvicusly has to make adjustments



for this as well as the new regulations  of being able to

train with both revolvers and semi-adtomatic weapons.

Another weak area of training is in radio procedures.
Although  the bazic manual has  guidelines for  proper
telephone usage, and the emphasis for minimal use of radio
traffic, the anly basic reguirement is to learn the 10-code
and phonestic alphabet. The most  common complaint from
graduates from some academies is the lack of adequate radio

TechmnlogueEs.,

Where in the basic manual does it say that a recrult
has to be able to write effectively? Although there is a
common expectaticon  that if a person is  a  high  school

araduate and can past many tests Lthroughout the training

CouYSe, he/she will  he able to esffectively express
himself/ hevrself an  paper. Report writing technigues and

suggestions are made in  the manual, but many academies and
even TCLEDOSE uses the multiple choice method of testing that
may in. fact be multiple guess. Some persons are inherently
good test  takers, and obthers are  not. Even the state
certification exam is multiple chodce. falthough  this may
change in  the near future) Rasing a person’s ability after
spending 10 weeks or 30 college hours of  training on one

multiple cholce test is unfalr. It may eliminate those who

have really good officer potential, while allowing other not
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s good cadets bto oslide through. I'f  a person spends 10
weeks in an academy, or takes 20 college hours to get the

cartification, maybe bthe academies or colleges are better to
determine if the person should past or not  instead of a
computerized,  randomly gselected, multiples choice  test

instrument.

If, during the initial training process, a recruit is
raguired to write on many occasions, he/she may acquire the
needed skills to be a proficient report writer. Since most
academy trainers have law-enforcement backgrounds, it might
even be wise to bring in an English instructor to grade some
of the reports that are done in order to make constructive
suggestions on writing improvement, orv  teach remedial

courses for those whoe need 1L,

Although  one may  search through  the basic manual
thovoughly, finding the in-depth training on police ethics
may be hard to  find. The manual  touches lightly on the
palice rale in community relations, but  never gets to the
definition of ethical standards. The most lmportant real
problems that face police  are rarvely menbticonsed  in bhasic
traiming. HMHow to get along with the public should include

hiow o get along with you spouse or other family members.
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Police have high risks of divorce, alcoholism, drug use, and

problems with theirv children, just to menticn a few,

Any officer should be able to communicate first with
his/her family. There needs to be an orientation for police
familiss about the unusual demands on oan officsr. IT 1t were
available, a police psychiatrist could work with families to
help acguaint  them with the demands of the job. Although a
person may work the 2-11 shift, he/she may not be home until
ZiO0am when an em@rgency  ooours, Sometime a simple phone
call would he nice, but at times this might not be feasible.
Letting your spouse or family know this BEFORE you start the
job might eliminate many problems later on. We often stress
proactive police work, but proactive home work might be just

as important.

Along  those same lines, recruits need to be taught that

although you  will be dealing with many persons  that are

i

classified as "low-life" the general populaticon is not that
WAY Lmavimg the job at the door of the precinct or jail is
aoften the toughest part of the police role, but one for
which we are least trained. This may lead to being extra

hard on  your children as you know what the "real" world is

like.



Ancther arsea  that is  completsly left out of  police
training is moval standarvds. Although TCLEDSE requires that

vl e of good moral charvacbter as onse of the initial rules

of licensing, who sets  those standards? & judge was onoe
cverheard saying  that the minoube you  pin & badge an &

perasor, it  casses theilr zipper to go down, may not be such
art untrue  statemant. Gfficers need to b taught that
unusual opportunities  may arise that helshe must deal with,
and how to propeyly handle those situations. If an officer
iz to be a vole model for their  community, this fraining

needs to be included so that can ooour.

TRAINING THE TRAINERS

Imn basic police Lraining, who arve the dtrainervs?  Of
conraes, bthe majority are from & police background.  Although
having previocus officers as  trainers is good in the aspect
of phelisvability, it may at times, lend itself bo bhe "good
old boy"  standard of training. This type of persaon may
traim the recrult accovding to manwal  standarvds, but may
incovporate a  little of  the "real world" commentary. One
thing that encowrages this is the fact that everybthing that

is tawght from the manual is  also reinforced by alwavs

remembering  deparbmental auidelines ar first, Many
clepartmental guidelines arve outdated and varely enforced,

leaving the recruilt in a state of dilemma. For @xsample, the



marmal may  say bthalt  tiess will  be worn at all escorts, bt
the new officer sees that this is not done consistently, so
he/she may not do so, and then may be "written up” for not

having one on, when obther officers are nob.

Having at least one btrainer in the basic academy that
has training in arsas  obher than only police work would be
helpful. At least a person that could coms in and view the
training béing condueted from time to time would be useful.
This might lend itself to constructive commentary that would
help the police trainesry to be move effective and mayvbe have

Teewme "tummel vision” about training.

PROBLEMS IN TEXAS BASIC TRAINING

The basic Training guide isswed by TOLEOQSE is supposed

to be a comprehensive  ftraining tool. A&l though  this  is
partially accomplished, there are areas of  concern. Ty

hasic manual is made for the 400 howr  basic academy, vet

TCLEOBE will accept as an alternative, the 30 cellege hour

tract in its place. The manual for both types of fraining
is the same. Herein lies  the problem.  The manuwal is not

arganized for the 30 college howr program.  The divisions of
training objectives are out of sequence, and often do not
make sense. For  example, in the Fundamentals of Criminal

Law class, only a small section of the Texas Pernal Code is



coverad. Then the rest of the Penal Code is picked up in
the Texas Peace Officer Law class. It might be more useful
to make  the Fundamsntals of Criminal  Law class  ALL Penal
Code. Students are {trucking along through the Penal Code,
and then told to stop reading that book, as it will  be
covered later in the Texas Peace Officer Law class. Many
times, this may mean & semester or morve  later, and 1t

doesn®t make sense not to cover the Penal Code all at once.

Ancther examples is  in the Texas Peace Officer Law
class, the Uniform Traffic Act is  taught, but the student
hhas to wailt until  the Texas Peace Officer Skills class to
learn the seven-step vioclator contact. Again, it might be
better served to beach the Uniform Traffic Act and  the
seven-step vialator contact in the same course,  so the
student could immediately put  into action  the laws helshe
has just learned instead of having to wait one or twa
senesters to do so.

Thesze are just a few examples, but there are several
throughout the basic manual. Althouagh the organization of
the basic marnual may be pervfect for the 400 howr academy, it
doems not make  sense for the 30 college  hour btraining

progr am.



IN-SERVICE LAW ENFORCEMENT TRAINING

GENERAL IN-SERVICE TRAINING

Enhancing the education of officers after the

completion of  the Basic Academy is & very controversial

issue, Some states mandate in-service training after  an
officer completes proabation. A few  departments  even

encourage the officers to  take the in-service btrailning in
behavioral science training in order to help them  better

understand society. CWrobleskil

Departments in the United States typically complain
that they cannot afford  to continue training officers, but
in reality, they really cannot  afford NOT O fo train
tSchixltz Marny times the weakest part of the department is
in the area of continued training because of the work load
and demands that departments experience. This coupled with
monetary constraints often  deter in-ssgrvice training

efforts.

AvdiffeFEﬁt perspective on in-service training needs to
be considerved. Failure to train camn cost departments larvge
sums of money when the department loses cases because of
failure to train. (del Carmend  The types of training also
need to be reviewed because the adeguacy of  the training
needs to be directly related to  the task officers are

required to perform.



Fov bthe few progressive departments that do encourage
training after the Basic Academy, monetary incentives are
often coupled with the training requiremsnts. An example of
this is offering interest free loans to officers  that
continue thelr trailning.

Studies of several departments that do offer
educaticonal incentives found that  in many cases, the
officer’s job performance and satisfaction were divectbly
related to the educationél cpportunitiss they were afforded.

(Beligel)

TEXAS IN-SERVICE

More specifically, in Tewas, officers are reguirved to
attend 40 hours of  in-service training every two years.
CTCLEOSE Rules and Regulations) Although this attempt to
encourage  officers to continuwe  their education may be
applauded, a closer  look reveals prablems with  this

arbitrary rule.

Taking the TCLEOSE rule in parts to analyze the praoblem
may be helpful to work toward  a solution. First, thae 40
Four regquivement does not state that any particular type of

training be conduched, with the excepbion of "some"” child
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abuse training. The Commission needs to define "some'.
Many departments are intervpreting this as the 24 hour child

abuse  training reguired  for the  Intermediate Certifilcate
for officers entering the police profession after January 1,
LT, Othery departments fesl that "some” could be & 2 hour
session incorporated  into another part of training, such as
the legal updates section. Other departmente readily admit

that they have no idea what "some" means.

Secﬁndiy, if oa department really follows Lthe 40 hour
quideline, the choice of types of training is left entirely
o boe bthe officer., Given a cholce, most officers apt for
the fun classes such as SWAT training, etc., instead of more
practical classes 1in much more ¢needed  training suach  as
report writing. For small departments, sending most of
their officers to hostage negotiation training, or even SWAT
training is really not very applicable. Some of  those are

the same departments that continually have cases thrown oot

of  court because of pooy  investigative technigues or
inadegquate reporting. Many officers do ot want o spend
time in what they feel will be a M"dull" classyvoom

instruction based class. Officers much prefer the training
that will allow them to shoot their guns and proavide further
information on how to use  legitimate  force  against  the

general population.



Arother stumbling block to comtinuwsd education is the
ohyiows one of lack  of funds. When budgets are writhen,
administrators typically include obvious items such as new
patral vehicles along with pages of justification about why
that item is needed, but often the training bodget is
overlooked or  omitbted entively. Training is often looked
e oas & lusury, ot & necsssity, even  though the State

agency with contral of licensing says it will be dons, 1t is

[ Dk Training for many departments has not been encoouraged
oy even mandated by department policy. Usually, the

required training or specificity of traininag changes only
after an unfortunate incident or lawsuilt. Like =so  many
other aspects of police work, this area is reactive rather

than proascbive.

An interesting guestion raised by some departments is
the oame  of what will  the Commission rveally doo if the
department fails fto train.  The Commission has said that it
wotld meonitor the departments, and 1if a department was found
to be in non-compliance, the department would be  warned,
thern if the viclation was not corrected, the department head
wonld be  fined. In reality, this is not occourving. £In
TCLEOSE s own admissicon, it is wunable o monitor bobt just a
few  departments at  oa  bime, and the reality of ever

moritoring all departments in Texas is remots.  Since the



administrators  know this, thiey are reluctant at times to
sernd thelr officers to  training whern  the department is so

constralned on manpower.

There are some officers in departments that want to
take furthey in-service training, bult the department will
rot support them. Even when the officer offers to pay for
the training himself/herself, the department will not allow

the time off to be taken to take the training.

Evern though in-service training in blocks is usually
the typical manney of continued training, there are also
coxllege programs  that offer further training as well. Most
colleges now  have criminal justice training. Many officers
seek oult a continued education, and want training otheyr than
thosme law related classes. Officers see the increasing need

for social and psychological training.  Computer classes are

extremaely helpful to officers. Foay  those officers  who
desire  Tthis continued enhancemsnt, e AT o feaveed
incentives to  do so. Due to rvotating shifts, officers are

uriable to attend classes on & regular basis. Some officers
are ridiculed openly by fellow officers anc even
administrators  becauwse they have the desirve to becoms

"educated i1dicots.® When an administrator condones this
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harvassment, how can  the street officer be blamed for  a

regative attitude toward edocation?

The inception of  LETHN, the Law Enforcemsent Trailning
Metwork, was supposed to help departments defer costs for
training and assist them in getting their officers the in-
zervice training required. Marny officers say this 1s  a
Juoke.  They ave told bto come i oand ook at o a two howr taped
segment, and then take a test. Im many cases, the aofficers
readily admit  that they sleep through  the taps, and are
given the answers bto the tests by the person responsible for
the training. Of course, they do receive the reguired hours

of training in this manner, so  the departments and the

Commission are happy.

At times it is very difficult to change attitudes in the
rank and  file when the attitudes at the top stay 1o an
antiguated mode. Marny administrators still pass on thedir
belief; that "street smarts" are all an officer needs to
STV LVE. While this may be a very intsgral part  of
surviving as  oan officer, it must be coupled with the "book!
part in order  to survive monetarily. arn officer can
withstand an occasional reprimand in hisdher file, but a

320,000, loss  in & lawsuit may bhe a little harder to

Wwithstand.



IMNTERVIEW RESLLTS

Dug to time constraints, a very non-scilientific survey
wags  conducted using 10 street level officers and 10
administrators, These were selected at random  from the

state of Texas, using 3 administrators and officers from
lavge departments, 3 administrators and of ficers from mediom
departments, and 4 administrators  and officers from small
departments. The reascon 4 were taken from small departments
is due  to most  of the departments in Texas being smaller

departmants.

Using a similar instrument to that which colleges use to
evaluate its  instroctors, "ves"  and  "no' responses were
raguested to oa short  list of guestions. At the end of the
interview, the administrator or officer was allowsd o make

any additional cownments  helshe  desirved. The list of

questions are as fol lowss:

1. Doryouw feel initial recruits are adeguately trained when

exiting the academy™

L Doy oyou feel Texas should have a minimum number of hours
of in-service training reguired to maintain a peace

afficer license. If wes, how many?
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Does you department encoourage in-service tralning?

Should departments require any college hours to be an

affhoer with a department?  IFf yes, how many™

Should departments of fer incentive pay for college hours

completed, or advanced levels of certification®

Given that money and manpower may always pose a problem
with allowing additiornal training, what other major

praoblems face continued education for officers?

results of the gquestions are as follows:

Adegquate training for recruits:

Administrators s Yiepes - BOX Moo -~ 20X
Dfficers s Yes -~ GO% Mo - F0E

Minimum hours of in-service:

Administrators @ Yes - 70X Mo - B0%

Officers Yize - 100X B - 0%

Does department encourage in-service trainings

Administratares @ Yisey -~ HOZ Mo - 20X
Officers H Yes - 30 % Py - FOE

Should college be a reguirement:

i
L)
oz

Administrators @ Yes -~ 500 R I

Officers : Y o~ @D0X Mo - 0%
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. SGhould there be ilncentive pay for continued eduacaticn:

Administrators o Yew - SO0 Pl - 2O
Officers H Yieze - 100X (NI 4

Additional  comments and responses bto gquestions about
pamber of  howrs of  Aneservice, nwnber of reguirved college

houres, and problems facing training are listed belows

Recruits arvre weak i the areas of  proper radio
procedures, fTollowing up on paperwork, inadeguate paperwork,
confusion about  what courts bo file whalt cases  in, WER Y
lacking in  proper family violence technigues and follow-up,

ethical issues, and stress related job hazards.

Almost all positive rvesponses bto the number of howrs of
in-service required was 40 per year. OFf cowrss those that
responded negatively felt that theve should not be a nunmber
of rvequived houwrs, and officers should go f they wanted to,

but not forced to go Lf they didn’t.

Mot of the officers that felt the department did mob
encourage in-service or college btraining also supressed the
concern about Being  vicliculed at  times for ool lege
attendance, and having to explain why helshe was taking

vacation time to go o to ineservics training. Some indicated



that if the "boss" knew he/she was going to go to in-service

training while on vacation, the vacation time was denied.

The departments that responded positively to having
college as  a rveguivement for employment were those that did
have that currently in place. The negative answers wars

from departments that curvently do not reguirve collegs.

Having incentive pay seemed to be popular with almost
all of  the respondents. Mozmt felt that this encouvraged
afficers to better himself/herself, even if he/she had to do

it on his/her own time.

Many of the administrators evpressed concern about the
bypes of training their officers wanted. Again the guestion
of attending "fun" trainimg like SWAT or Baton Technigues
waon out over Report Writing or Family Law Training.  Most of
the administrators  felt almost all of their officers could

v

use improvement on writing skills.

One of the fears ewpressed by several of the officer
respondents was that the Commission was  going o pull
his/her license if helshe was in violation of the current 40

howe per 24 month An-service training rule.  There seemed to



be some confusion about  bthe fact that the department would

be held liable instead of the individual officer.

Several of the administrators expressed a dislike for
The Commission, and did not believe that their department
would ever be auwdited on the training requirements. A
typical comment made more  than once was "TCLEOSE wants to
make all the rules, but what do they really do for  our
department? Their only job is to interfere in our business.
I*11 believe they are going to check the records when [ see
it Ancther comment was  that whenever a call  for
assistance was made to  Tthe Commission, e ever had o an
answer. They felt the Commissions record keeping abilities

were minimal.

One of the departments that was intended for interview

was not included in the HBLUY VEY [z cause i the
administrator’s extreme views. His first response to
education was fguoted exactly as stated) "I don’'t give a

damn about education. The most important thing to me is that
my man has street smarts that I can teach him. [ don®t hirve
wethacks, women, or nigaers, and as long as you keep that
kind out, everything slse runs okay." Although it would be
nice to believe that this is only one person’s  view  in

Texas, there may be soamne, 1f not many others, like him. AL



S

lwast he was honest and forthright i his  comments,  and

athers may feel that way, but feel hesitant to say so.

Theye were other  general  comments made  Tthat are
important to o know, but not really dmportant enough to list
individual ly. Most of  bthese were specific ideas for types

of training, and related matters.



PROPOSED ENHANCED TRAINING METHODSD

TRAINING STANDARDS

Change is typically hard for most persons.  Keeping
this ir mind, charge can be done gradually, with liaght doses
of moderation over a  pericd of  time until  the desirved
results can be achieved. This certainly doss not mean that
all persons  will vespord favorably to the changes,  but
hopetully those with an  open mind  and the desive bo excel

will at least consider the changes with an open mind.

Btarting with TCOLEOBE, & conbirmwed effort for a minimam

of 30 howrs of  college for  entry level officers should be

required. Instead of  the arbitrary 30 houwrs of anything,
TOLEOSE showld  mandate that at lesst 3 howrs of Socilology,

Feayvohology, o Mimnority education be incluaded. A& minimum of

4 howrs  in practical computery application  should be  the

second  mandated colass. At least 3 howrs  of English
composition showled  be reguirved. Of 30 hours, this is only

guidineg % howrs, 8o this will still leave the officer 21
cbher hours of cholcoe. Foor many officers, this is just a
starting point  in the sducational process, and bthe 9 hours
of requived  curricuwlum set by TCLEOSE are required for
almost any  degrese Lf the person decides bto furbther his/hev

education., Thereforey the Commission would really be

=7



helping the student to achieve btwo goals: mesting the
TCLEOSE reqguirements, and having 9 hours of eduacation thatl

wotld apply o almost any degres.

In-service training should be at least 40 hours per

VAT . ITnetead of  having abstract  rules like "some" child
abuse, the Commission should be able to respond to changes

i ocur society, and  reguire  minimum btraining  im family
violence and legal updates, Legal updates should be
mandated at least every two years due to legislative changes
that directly impact every officer. As demands and problems
arise, TCLEOSE should allow  for diversity in training  to
meet the neseds of a dynamic socieby. This might be achieved
by simply saying, 40 hours of in-service per year, at least
8 hours of legal updates on vears following legislative

sessions, and  training that is directly related to job

duties. That way, an average streelb officer that responds
to all  types of calls would not have 40 hours every year in

tervrorvistic actbivities or other non-duty velated btraining,
and the officer that has been rvecently assigred  to civil

process wourld attend civil process schooling.
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MONMITORING IN-SERVICE TRAINIMG

TCLEOSE should also really monitor departments to see
if requived training is actually being conducted.  Foor some
departmants that currvently use LETMN, this is being done
Faphazardly &t best. Asking the administrators  about
reguired training  might not be as useful as asking officers

too respond to guestions  anonymously.  Then, TCLEOSE should
actually follow through with @ sanctions on deparbments that

are still in violation after being warned. This would tend

too get  the attention of city councils and  commissioner’s
courts. This might help the departments to get funds from

the counciles or commissioner’s  courts as well as have thoem
ask guestions about the competency of the administrators of

thesse departments,

NEW TRAINING CONCEPTS

+The Basic Training manual neseds work. Every police
educaticonal progeam should dinclude in its regquilred
curviculum a thoorough consideration of the value chodces and
athical dilemmas of police waork. tMyrend In accovdance
with this, ethics training needs to be stressed in the
training in  Texas. Almost all police recruits are the same
upon leaving  the academy. Every officer wants to arrest

EVEryone, write everybody tickets, and changs the world.



raality check  needs to happen before  the recrult hits the
street. Simple examples might jog the officer’s memory and

Faves them vecall that therve were in fact times that helshe

was spesding  that helshe only rveceived a warnind, and
Warrilings ars accoeptalble. Public relations  and rvealizing
that the public is the most important part of the job needs

to be stressed sstensively.

While the recruit or seasoned officer is receiving
training, it would be  good to include &  lock  into the
diverse backgrounds  of the persons helshe will be serving.
If the officer will be serving different ethnic populations,
it would be wise for himdher to uanderstand  that  some
manner isms are  inherent to some segments of the popualation
and that person doesn™t mean not to fit in, he/she just may
have differasnt standards thamn the officer. It is  human
nature to judge others by ourselves, but officers  must
realize that not evervone is alike.

Morve training in civil law is needed. S0 many officers

cannot explain the difference between restraining orders,

protective arders, and peace bonds. This is just one
erample. Sdotually having the trainese  fill out different

paperwork, as well as go through the motion of following up

the Tiling of complaints would be useful. Covering that
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information in the book fs fine, but pubting it into action

may e guite different.

A entive section needs to be added on the internal

proablems that officers face. Although these are mentioned
sliightly &t the present time, there is  not enough
glaboration on that topic. The problems within the police

personality of alcoholism, divorces, drug abuse, and family
relaticnships should be extensively examined. Being armed
with useful information pricor  to an officer experviencing
these problsms might help eliminate some  of them. Each
officer should be trained to communicate effectively within
his/her own  family structure  to relate his/her desires for
the police carser, and likewise, the family showld be able
T gxpress  thelr concerns. Often, psople enter bthe police
profession without asking or  considering other’s feelings.
This is not to say they should be dominated by those fears,
but rather be able to discuss  them and find & workable

v

solubion.

The Basic Manual dances arcund the importance of having
a healthy body by inserting things sdch as "well-groomed,
neatly combed hairv, and colean uniforms”. Having a healthy
body is important. Looking good to repressnt your

department is also important. Having a healthy mind may be
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more Amportant thanm either of the first two. If a person LE

not capable of handling and dealing with extremely stressful
situations, and being able to leave the job at the office,

this can cause health problems as well as family discoord.
Using more practical exercises with pressure might  help.
This would also help in teaching propey rvadio procedures.
Many officers are capable of handling routine traffic on the
radio, but when in a chase, or aother desperate situabion,

the entive radio protocol s often forgobben.

TRAINIMGE THE TRAINERS

One of  the most  important  aspects that nesds
consideration in police braining is who is conducting that
braining. As previously mentioned, very often this 1is a
perscon that has come  up through  the ranks, and has only a
police background., While this is commendable, and certainly
adds to  the believability of the instruction, it might alsao
bhe helpful to have pervsons with other skills  to conduct
parts of the training. Thers even may be instances in which
this could be the same person. If all police instructors
wire reguived o have btraining in instructional strategles,
the combination of expervience and education could certainly

Benefit the training program.



O way bto achieve bthe improved guality of instroctors

wontled be to reguive professional development activities for

Lheam., This might b attainsd  through attendance atb
professional conference, taking classes in instruction, and

cobhey methods  bthat locreass koowledge of relating material

effecbively fto studentsa.

TCLEDSE could also enhance this aspect of teaching by
wisiting all  training academies  unannouncsd and sitting in
on oa class from time to time.  This would not be a btechnigue
wsed to criticilze the instructor or hisher methods, but to
offer constructive suggestions about delivery methods.  This
micht also serve to moniltor those few academies that release

students eavly svery day instead of providing the Fuall

wrboent of the instruction time.

RECOMMENDAT 10N

A1l of the suggestions made may have stumbling blocks.
Time censtraints, manpowsr shortages, and lengthy travel are
gJust a  few of  the many obstacles that departments  and
TCLEOSE face  when atbempbting  bto improve  instrocbion. Ak
this point, priovities have to be realigned. ITf we are to
erpect s better guality of offlicer on bthe street, we must be
wWwillimg bto put inbo scbion some proactive measures o assure
That ot comes. Mary departments might be more agresable to

change 11 a rvepresentative from the Commissicon would visit



the department  from time  to time to explain some of  the
changes. Marny administratores will admit  that TCLEDEE is
Just a  wolcog on bthe phons Tike o many other  voloss  in

Austin, and there is nobt much faith placed in a voice. When

Lhese persons can shake  someons’s hand, or at  least feel
they know  someone at  the Commission, the entive abtitude

Chanoess,

If change is to occcour, the Commission, the departments,

and even  the tndividual officer on the street must maks
concentrated effort  to effect the change. Deparvtment heads
must be willing to implement these changes Ln order for the

troops to accept them.

In a scciety that is ever more sult hunary, departments

must take tralning sericusly. The attitude that 1t will
never happen here is  fading guickly. ITmprovement of

instruction, better delivery methods, more accountability
from trainers, and closer monitoring by TCLEOSE may help

achisve the goals that all departments, as well as TOLEOSE,

ashaugld have set for themselves.
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MaJOR GOALS FOR AW ENFORCEMENT

suggestions tThat may grealbly

The  following are a

erhance the guality of officers for the fubures:

1 Froo 18308, an ooffloey must have 30 college hours

before being allowed to apply for a peace officer position.
ar TCLEOSE will monitor every law enforcemsent agency

at least every twos vyears, and  hold  those agencies  An

wiclabion of the 4O howy training vl e mrEEtarily

responsible and reprimanding the agency head.

L3

Yoo BEwvery law snforcement traimer will conbtious hisher
educational development in instructional strategies by being
regquired  to attend conferences or  college classes  1n

education yearly.

£y Although an exit test should still be reguirvred, the

£
i

academny training records should have a bearing on an of floer

receiving his her license.

5 Officemrs  showld have training specifically in

stress management, verbal judo, and ethics.
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&1 Ride along programs should be encouraged to enbanos

the training exspevience for recrulbs.

Rome was not built in a day, and changs will not comns
rapidly. A sleow, but sure climb toward excellence could be
achieved if BVEYY DS woti el owiesw byaining a8 an
opportunity, not a liability. When this attitude changes,

law enforcement will no  longer offer  jobs to people, but

Wwill offer a profession bo that desirve move.
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